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I. Methods 


The 2007 Task Force on the Status af W amen (hereafter abbreviated as TSW), charged in April 
2001, agreed early on tn engage the campus community through open medings small focus 
groups and me an onc interviews, Task Farce members conducted more than J0 sessions 
daring the El af 2007, varying fe large open meeting to fus group semina. A patid 
listing appears in the appendices In adek tion, we K 
Paper irm was, however, available fe thome without online asses). The survey generated 
teary 900 respondents, with aqpraximately 500 students, 125 faculty, and 75 staff participating. 
Summary dat appears in the appendices. The Task Faroe reviewed previous reports ad 
amend progress on the 1997 TSW recommendations The Task Farce thanks the Callege. 
‘smmnuniy Eri wiling, open, and honest partici pation in our esearch 


II. The Status of Women at Middlebury 2007-08 


‘Middlebury College should be proud af its offts ta enhance the status af women since the 1997 
TSW repart. The status af women hasclealy changed in many waysin the past decade, but 
herois sill much tz be dene. In reviewing changes since 1997, we draw attention im 


Parental Lene 
In 1997 there was na formal program fr either faculty ar staff. Since that time wehave 
established programs. Many people expressed satisfaction with leave policies £r faculty, but 
dian insisted thatthe staff program should be expanded and made more equitable with policies 
far faculty. 


Child Care. 
In 1997 laca child care options were scarce. In 2000 the College pravided a facility and. 
financial backing ta bring the College Street Child Care Center inta being. In addon the 
(College pravided financial support ta aher centers in the wea. Atthe time, it was suggested that 
25 now child care tan would be coming on-line as a resilt af this investment by the Callege. 
‘Ofthase, 16 slots wauld give preference ta Middlebury College faculty and staff. The College 
tinue ta contribute ta Local child care praviders ta assure continued access, Today, the Task 
Force nates that while aval ability may be substantially impraved, affordability af child care is a 
nation concer, and Middebury is na exception. In adálion, care fir schol aged children ix 
naw apatioulaly pressing need as wall. 


Women's & Gender Se 
The TSW natestw particular successes since 1997; the creation af ane regular faculty 
appointment in W AGS as well asthe decision tz make the Challis Hause Director position 
regula, abst nat fll time. These decisions have dlawed far a number af pasitive 
developments in WAGS and at Chellis. As you will read later, same challenges still remain. As 
aprogram with only ane fill-time appointment, and twa jaint-appainim ents, the inteedisciplinary 
WAGS program is heavily reliant on other departments fer curricular offerings. Also, newer 
areas af study beneath the WAGS umbrella have been difficult ta bring inta Midelebury's 
caffingsin any regular way as wall fr Largely the same reason. The TSW hopesthenext 
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academic departmental review, which is due ta aoour in the next 3 years, will pravide deeper 
insights inn WAGS fr the College's consideration. 


Women and Leadership 
The TSW notes the great success me College has had in: bringing effective women inta the 
(College's administration since 1997, the equity we find in the peront af wamen holding 
committee appointments, female students serving as dub Leaders, and female staff in leadership 
aalen In addition, the number af wamen wha have joined the College's faculty and received 
tenure has dan impraved substantially. While concerns have been raised about whether 
‘compensation fix fame faculty and sdfis equitable, you will find in cur report that we could 
finda evidence afbiasin malaries. Hawever, there ae still areas in which the Callege should 
imprave. In paticulr, our successes in recruiting staff and faculty women af color, the number 
af women wha have reached the full prafessar Leva, the number holding ended 

‘career advancement fr women aver the age af S and the number charing departments all 
tinue ta be areas where we lag behind despite the efforts mace in the past decade. 


Seeg. 

Student lie is em n troubling and daunting aspect of our study's findings. Many ofthe 
sdullenges noted in 1990 and 1997 TSW repertsremain. While seme af he infrastructura issues 
eg lighting, residential space configuration, ride and escent programs, er) have been. 
..... cf sexism persist. Our evidence shows that students" 
dasroam experience and day-to-day sci interactions we equitable and "safe" but the soci 
some in the evenings and ̃ remains a formidable challenge fer women. Alochal lies 
near the venter cis pater. However, wecanndt simply attribute our community's problems 
tu alcchdl dene because that means abdicating our calleive responsibility fr this cial 
dynamic. The ways that students experience stress at Midd cbury varies by gender. The 
students experiences af the academic workload pressure ta confirm, body image ises, sexual 
relationships, and limited rexeaiond options remain gendered problemain 2008. As was the 
case in 1997, sating disorders continue n bea En emncem fr many students and the stares they 
haed with usare vary troubling. 


mene; 
The College cmntinues ta attract an increasingly diverse student body. This has brought bath 
new opportunities and new challenges. Numerous diversity fcuspd initiatives are underway 
under the leadership af the nes Vice President fer Institutional Planning A Diversity, Shirley 
Ramirez. We applaud thes efirts. The College's effets tn attract a more diverse faculty and 
staff are dan commendable but have bem Less succesfil. Accepting ajab in arelativly rural 
.. Midd cbury entala particular challenges, which our esearch 
suggest affects women mare than men. Wenateimpravemenis in aur strategies tn attract 
candidates, Wende our successes with students. We nate same successes attracting Gay, 
Lesbian, Bisexual, Transgender & Queer GH O) student, faculty and taf, even without 
formal programsta acomplish dl ofthis, However, attracting and retaining faculty aud ataf 
women af color continues m be a significant problem fer the College. E is an area that needs 
serius attention in the averal vision fr diversity atthe Calege. Furthermare, establishing and 
maintaining a vibrant, welooming, aud inclusive community remains challenging- 
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No mare Task Forces an the Status of Women? 
Som after the Task Force was appointed, members ware repeatedly asked why the College was 
undertaking this study. Why women? Isthis devant? Isthis exclusive? We discussed this at 
greatlengfh. We found heiser brought ta us were affm nat easly characterized as 
“women’s! ises, or even ifthey ance were, that na langer seemed ta be the contemporary 
interpretation af hen. For example, child care is not considered a women’s iamue today as it 
might have bem in he fag. Wendel some issues impact women «ften ta a degree beyond 
which they might impact men, even if they xena Longer addy women's issues. We found in 
generd that what was brought ta us was perhaps more aptly characteri ed as cancers fr gender 
relations health and wall-being, family, and matters af general diversity and equity. Again and 
‘again, we found that the opportunities we had created fer iial ague prompted the sharing af 
‘experiences fx beyond the scope afour charge t examinethe tatus af women. Andindeed, we 
‘offen found aurselves talking beyond that sope as wall, because isues af gender and equity are 
relationships, not the characteristics of women as a category. 


We da not recommend abandonment af this work in the future. Hawever, we bdievethe 
College should consider characterizing any such future study as an examination af Gender, 
(Gender Relations, ar perhaps even Cammunity Health and Wall Being. We aereluctantta 
simply put al af these isaies within the context af"diversity” as we knar that the term's 
semantic "space" is already very full, and adding a fill range af gender-related and community 
veel bang topics would likdy resiltin seme issue not receiving adequate attention. The 
xncet afa "healthy community,” on the other hand, maintains a focus on relationships rather 
than rei categories. We believe thare is still much work ta be dane, sa future reviews af 
gender relations are dosclutely necessary. In shart, however, anew name fer this wark ix 
definitely needed ta keep it rdevant and focused on the interpersonal connexsions that oonatitute 
experience, 


III. Significant Recommendations, 2007 Task Force 


Asthe Task Force neared completion afits nearly year-long effxt, we reflected upon the more. 
than 70 recommendations, big and small, that we outline. Collective y, we identified thase we 
fultmast strongly about, and that we would plae on a shart list af what we believe should. 
receive the greatest fous and attention. Each represents the potential fer the greatest passible 
sep forward an an iue af paticular concern that the Middlebury community encouraged usta 
altes. Fach af her appears and is desorbed in greater detail within the repart, but we note 
here: 


. #1: The College neela u consent polley for perindie review of 
Tuctora that strongly affext women on the campan. We mggest thut thie nerar at h. 
‘year intervala. 

— #2: The College ould commit ita tu fostering a “healthy 
.. . from the sleaholfudte student 
soda mene ta work-Ife ines and eating dhardera. 

. #3: The College houla strive for gender balance in leadership 
puutimo at the Collage at every leva (aee Recommendation #10). 
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. #4: The College ould work harder to sncialize new students intu 
.... wehuvior. We suggest thet a mentoring 
program con do this by building relationships between gentars und ret: fear 
students (see Recommendation #37). 

— 4$: The College houli revitalize und promote the exiting 
.. program so that it hemmes an aiiitionsl formal outlet fur 
staff comcerng und wivncary. This program needa a formal relationship with the 
merh Institutional Planing und Diversity m asitin tn ite existing relationship 
with Staff Council und Human Revourcee 

. #6: The College ould strengthen a variety of policies and. 
programa thut help faculty und staff in muintein a healthy work-life balance (see. 
‘Hecmnmenddations # 14, 17-26, und 62-63). 

— #7: The College houli emtinue te strategies far recruiting und. 
retaining female farnlty und statt at ll levela (aee R emmendatims # 77-28). 

^ Hemmmendatim . pruartive, rather thn reactive, n a 
‘variety of lomueeramging from honuphotia tu arlam and eating disorders (see 
Nannen am: #39, 4856). 

. #9: The College doula enhance tt strategies for recruiting, 
retaining and developing women of calor on the faraity und staff while it alan 
euhunres the experiences of etulent women of color (we Recommendations #29 und 
59. 


IV. Representation 


A. Women fa Leadership Positions gt Middletury. 


The number af women holding leadership positions at Middlebury College has dramatically 
increased since the first TSW reportin 1990. For example, in the 1997 TSW repart, the authors 
nate that the College Board af Trustees had recently dexied is first Emde Chair and that there 
had bom a steady inoreasein the number af fm de Trustees aver the prior 5-year period, 
Specifically, the repart noted tha the number af female Trustees had increased from 8 in 1990 
Sie tn 11 in 1997 (41%), This gain has hdd steady such that there ae naw 13 female 
Trustees (4194). Given Middlebury Colleges’ long-standing leadership as a coeducational 
institution, icis gratifying tn soe women sharing in the oversight af the College. 


1n 1997, there were a number af cancers about the Lack af women in the College administration. 
At that time, al af the top nine administrators at the Callege were men. Over the Last 10 years, 
the College has tumed this situation around; women currently hald half af the Academic 
Administration positions, including Pravast and Dean afFaculty. Twa af the College's five vice 

presidents are wamen, and seven af the seventeen members af President^s Staff are currently 
Ende (5%) compart tn fot af twenty three (17%) in 1957. Clea, the College emal. 
great strides aver this period within the administration. 


Among the numerous faculty Leadership positions cn campus, the numbers are less encouraging. 
Currently, women chair only 35% af the College's departments and programs. While this is an 
increase from the 3% female chairs in 1996-1997, progress sail needed ta achieve a gender. 
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balance in these impertantrdes. In addition, feme colleagues hald only 7 che 45 ended 
professorship positions. Thisimbd.nce is not found in the d ected leadership positions (Le, 
‘Council en Reviews, Education Affairs Committee, Faculty Council and the Appeals Council). 
‘Of the 22 elected Leadership positions en campus for faculty, female colleagues curently hald 
bar 


‘Resummenddation #10: The Collage should emtinue tu identify und appoint women tu 
Jeulerghip roles. 


1. sten Lane h 


We laked at twa different groups ta asmens the extent ta which female staff curently occupy 
leadership positions at the institution. First, we locked at the number af fim des elected ta Staf 
Council. As with the culty elected committees, there was an even gender split on Staff Council. 
Sesend, we examined the number af mde staff wha have been invited ta jain the President's 
Leadership Group. Ofthe 92 staff members in the Leadership Group, 53% are wamen. Thus, it 
appears that staff females are in leadership roles cass the Callege. 


2. Student Leadership 


The Student Life section af the 1997 TSW repart nated that the College needed ta da "mare t 
faster women student's leadership skills” Given 57% af the current student clubs and 

gni ztions’ officer paitíons are held by women, it appears that the College has successfülly 
metthischalenge. 


B. Gender Haluncein the F arzlty 
1. Acuulemic Farnity 


Atthe time ofthe last repart, only 26 af he Middlebury College's 122 tenured faculty (21%) 
‘were women. At that paint in our history, the main godis fir the College were ta recruit and hire 
more females, paticul aly in thase departments in which they had been omsisteatly 
underrepresented. Over the last ten yews, the College has dane an admirable ab in both hiring 
and mentoring fimale colleagues through the tenure process. As af 2096-2007, 52 afthe 
College's 174 tenured faculty were women (32%). In addition, these women were teaching 
"ross the many departments and disciplines, even in thase fields that were traditionally male 
Amina though there are still departments in the sciences and moid sciences where the 
proportion af women is substantially lower. 


‘Over the last year and half, there has been a ce an that male and female faculty ae not equally 
compensated atthe institution. Hawever, looking clasdy at the data and taking inta account 
numbers af years af teaching experience (bath here and at othar institutions), itis dear that male 
and female faculty are similarly compensated at Middlebury College. 


Thus, the College has much tn celebrate with regard ta aur impravement aver the last ten years 
en the number af female faculty we have atthe institution and with regard ta aur treatment af dl 
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faculty. That said, we dil fae challengesin anumber of reas. met. y 24% af Full 
akzent and 39 % of Arti staff are female. Given the length af time it takes tn eam 
the Full Profess rank and the ft that there were sa few tenured women in 1997, itis not 
surprising ta see this difference in thisrank. Hawever, given that we have been attempting 
explicitly ta edify the gender imba anco ftam 1997, itis undear why this disparity curently 
—ͤ— rank. There are a number af potential explanations fer this 
isrepancy. First, although the overall Assistant Professor rank was 49% femalein 2006-2007, 
laser examination ofthe lst eight years indicates that we have hired more males in five afthase 
years an equal number cf ͤ males in twa af the years and ene more female than male 
inme per. Thus although on average 46% ofthe hires aver the Last aight years were female, it 
appears that in any given year, we were lightly mene likely ta lire male edleagues. In ation, 
wemay be lasing more females between the Assistant and Asmciateraik. There oatinuesta be 
afeding on campus that this is because women ze less likely than men tn pas aur review 
Processes, Fortunately, this beli efis nct supported by the data. Since the 1997-1998 academic 
‘year there have boen 13 failed tenure reviews and only 38% af these were women. A mare 
likely explanation fx the difference in the number af female faulty at the AsmoidtePrafisen 
love istha female colleagues may be marelikely than their male counterparts ta Leave 
Middlebury College because their partners have difficulty securing employment inthe rea. Our 
enitinterview data supparts this explanation. Since the 1997-1998 academic yea, 31 calleaques 
have resigned fem the Callege; 21 men and 10 women. While reasons fer accepting a job 
araber ae usially multiple, involving a variety af personal and praf onal Factors, fewer 
than 10% ofthe men reported spousal employment as the main determinant af their resignation, 
‘while 60% af the women suggested this was the main reason fr their departure. 


The College curently affers same assistance ta faculty spouses partners wha are seeking 
employment through its membership in the Academic Career Network, an argani zation that 
offers job networking and support ta academic partners af faculty at its member institutions The 
College has alaa extended the support af the Career Services Offer tn assist faculty 
. spourd/patner empl ayment remains a central chalenge in faculty 
recruitment and retention, and one that may have a dispropartionate effect n our ability ta 
attract and retain female faculty at al levds. 


. #11: The Cullege should enhunre t strategies for retaining 
Temale furaty (see Reenmmendutimn #77). 


2. Cam Para 


Athletiosixan important co-curricular activity zr Middlebury Cllege students. The Callege. 
‘urrenly has 31 varsity programs, 16 af which are women's. Oneomoem aver the years has 
been the extent tn which women serve as head coaches fer these programs. Atthelimeafthe 
last repart, there were 5 female head coaches, which meant that only 31 2594 af the head- 
‘aching faculty were women. The situation is actually slightly worse today. Currently, 25% af 
the head ooachesare women. While we reongnize that itis dificult ta recruit highly skilled 
fimde coaches, we dsa note that, af our NESCAC peer institutions, only ne schodl has fewer 
female head coashes than Middlebury and the ather nine chef ia have mare female head coaches. 


Token Sn Feeney lg, He 


. #12: The College should forns on increasing the number of 
Temale head couches in mrt the average number for theNEBCAC group. 


Descriptive information about Staff 


In general, the staff at Middlebury is 53% male. This rata is similar fx fl time staff part 
time staff with benefits, and part time staff without benefits. Forty-six percent afmanagers aud 
supervisers zo female. 


Descriptive information about students 


The Admissions Office continues ta acoept an incredibly talented group af men and women fr 
matriculation, while creating a gender bal anced student body. Last year 50.7% af he incoming. 
dass was female. Middebaury has been very careful ta maintain this gender balance aver e 
‘years and the Task Force believes this is an important god and encourages the institution t 
eiue ta strive fr this annually- 


Although wehave gender party ure dl there we still a number af programs that are heavily 
gendered. For example, the French, Italian and Spanish programs’ majers are significantly more 
than 50% female. This is isa true fir Literature (AMLT and ENGL in the past and mare 
recently ENAM), ART, ENGL, HARC and THEA, dl af which have mare female than male 
majors. Similarly, PSYC and SOAN have significantly mare female thun male majors. 
‘Conversdy, EMMC, MUSC and PHIL are consistently less than 50% Emde as re ECON, 
GEOG, HIST, IPEC, dL. Within the sciences, while there has been great improvement with 
regard in gender balance aver the last fow years, CSCI and Physics still have, proportional, 
many moremae than fende mg cr 


Departmental culture 


Ta investigate haw the predominance af men ar women in an academic department shapes 
attitudes, the TSW compared haw people from departments with a strong gender imbalance 
(axbitraily defined as 70% cr mare mde ar fende majors as af 2004). People in male 
dominated depatmentshave a slightly mare favorable impression ofthe campus dimate for 
women than peoplein female daminated departments — but bea in mind that mast academic 
departments fll under the 70% mark. A comparison af survey comments fr peaplein these 
departments did nat reveal any qualitative trends. Based on the comments heard in aur focus 
group discussions the TSW compared survey responses fram twa departments nated fr gender 
imbalance, Economics (= 24% female majors in 2004) and Psychology (= 78% female m ais 
2004). We did not find a dram aic difference in attitudes between survey respondents fram these 
tira departments, We candude that the preponderance af a particulae sex in a department: does. 
nat significantly skew those people's perceptions af becader cultura patterns. That is they share 
the same campus culture. 
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C. Recruitment und retention of women from underrepresented groups 


Although wenaw have anew Vice President fr Institutional Planning and Diversity wha is 
treating a vision and plan fer the College ta achieve its gods in the areas af diversity, indusion 
and community, there is na formal policy £r the recruitment and retention af underrepresented 
categories af people among the faculty and staff The Office fr Institutional Planning and 
Diversity is naw working acrass the inatitution ta imprave our efforts and werk in this area. The 
challenges ae significant and we will need a comprehensive approach that gues beyond simply 
increasing the numbers af faculty and staff af odlar. Appraximately 10% af our faculty ze 
American and international people af odlar. Our stafis less diverse, with only 3% ade 
identifying as being a person af color. Bath faculty and staff women af colar are notable by their 
Seeg en campus. Their valcesare few and far between, sn aur insight inta their experiences 
is based on information gleaned from a handful af women af odlar. 


— #13: We endorse the Strategie Plan's recommendation #31 
“Expand und vappurt diversity in the tan und ry ond urge the College tu 
omthuetty effurtetn rerrait and hire women of color us stuff and fang und 
artivily focus on their retention and profemimel derelnpment. 


V. Staff and Faculty Life 
A. Working Conditions gni Work/Life Balance 


The workioad (even for single faculty at Mikllabury) ts completely consuming i dificultto balance. 
Toan only imagine th struggles for those with facies i ow. — Bovey comment 
... most altention. I fil that women lavo to do more at work in order to 
succus at Be same level as man. Ene make comprorcos for their family it sams to come offas 
Bing wank or not professional - Survey comment 

Tikink he idoa of fhe "aper woman’ contis io pervade campus and that Bero nards fo be 
Consideration about the dangers about perpetuating thse myth. — Survey comment 


‘Werk cad issues for staff and faculty have bem addressed repeatedly by Middlebury Callege, 
including in the 1990 Task Force an Gender, the 1997 Task Farce an the Status af Women, and 
the 2006 StrategicPlan. This Task Force revisited these ises, given that job satisfution affects 
such important issues as hiring, retention, productivity, and anplayeehedth. While we 
recagnizo that many af these issues are nat unique n academic inatitutions, and that many ar 
these sues affect bah male and female staff and faculty, we felt that their indusion in price 
reports warranted us taking a fresh Lock them. In doing sn, we identified additional issues af 
comer £r female staff and faculty atthe College. Bw we describe our findings on haw 
these issues constitute challenges fr making Middlebury College a hed thy community. 
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B. Hurriersto Job Gatisfurtion 
2, Wan inan u 


Although there was nata statistically significant difference in men and women’s satisfaction 
with ther jobs at Middlebury Callege, we did notice that people aften mentioned in the open- 
ended respensesta aur survey that the workload negatively affected their job satisfaction. IE has 
been a commen assumption an campus that work-life bd ance cancers are greater for females 
compared tamades. At thenational leve, it seems ta be the case that female facilty repart a 
significantly lawer satisfaction with the balance between home and werk than their male peers 
{COACHE 2007 Tenure-Track Faculty Job Satisfaction Survey 
bitz//queacademi charvard edu/~coache! accessed Jan 73, 2008.). We believe itislikely that this 
trend is similar at Middlebury. 


We aught tn understand the extent tn which the workload differs fox mae and fem de faculty 
but did nat Lacate any objecti ve measures ta quantify these difarences. Fer example, while we 
aften heard that women cary a disprapartianate service ad compared ta men at the institution, 
we did nat find thista be true with regard ta faculty committee assignmentsin general. In fact, 
men and women faculty serm equally likely a be dected tn cammiltees and only 36% af the 
‘pointed committer members are women. We recognize that this doesnot address the 
questions af wha does the bulk af he work in these committees ar whether female odleagues are 
Aer erden ag engaged in service within their departments ox programs. Although we found 
na practical method af gathering these data we believe the consistent impression af an unequal 
wark lead is problematic and requires further attention. 


— . #25 frum the 2006 Strategie 
Flan ta promote a greater work-life halanre for faralty, deff und students. Spain 
suggestions for this uppegr throught thia report. 


2. Genuler-Neutral Puy for Work of Equal Value. 


My SMALL disgpointoant i being convinced that fa man was in xy exact sama job, be world ask for 
... sought ar do most of ey collegues at ater collages) and pros 
lima pay o go wih — Surrey commit 


Historically, there have been concerns among bath staff and faculty females that they are paid 
less than their mae peers. With regard ta staff based on the recommendations in the 1997 repart 
as wall asa federd Law that mandates periadic checks fr salary inequity based upon gender, the 
(College instituted a regular review conducted by Human Resources in ensure that there is na pay 
inequity. Alsa, as the current Staff Compensation Plan was Laid out, Human Hence worked 
with Meroe Corporation tn design wage and compensation tad sth ware free af gender bias. 
Hien Usilten, Human Resources Compensation Manager, indicated that current annual reviews 
‘af sary data shaw na gender based bias for staff 


However, the situation with regard tn facilty hasbeen less dear, particularly due ta a 2006 
AAUP report suggesting differences between male and female compensation in American higher 
education. Ibis nat easy ta evaluate this concem, given the small number af faculty hired each 
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yeu atMidd bury College. Ta ass this, we decided ta statically evaluate the extent ta which 
faculty gender predicted salary when the number af years since gaining the Ph D. and rank were 
considered. We found na significant effixt af gender an compensation at Middlebury College. 


In terms af salary, Midd ebury College isa healthy community - even though many afits 
members may beunaware af this. 


a Recommendation ͤ . reviews of stuf? wiluriea und implement 
regular review for farnlty sulariesto ungern gender equity. 

a Recommendation #16: Communteate to the College community the results of tuse. 
reviews. 


3. Maintaining a Family-Friendly Campus 


TTT 


modical or prsonalappt. Twould profir not to a cee eee by my gens Ger 
Comet 


Many afthe comm ents received by the Task Force reflected that staff and faculty find it difficult 
tn balance their working life with their non-work life. In paticilr, m des were mere likely 
than males tn report that females wha had children are sem as less committed ta het careers. 
Thismay be due tn he fat that women still cary the bulk af family responsibilities. One way t 
reduce this perce ved, ar real, challenge is far the Callegeta explore ways ta promote a healthier 
‘work-life balance as per Recommendation #25 af the 2004 strategic plan. 


On the pasiive side, the College has already committed ta, audis macting, pelícies that enhance. 
the extent tu which we area fanily-fiendy campus. Fer example, we already meet eight af 
Werking Women magazne'step 13 eciteria fr a family-friendly workplace. (see 


^ Recommendation . he mare prourtive gni creative in 
making the campus a welcoming place for familiis, For example, we da nut provide 
.. und staff mothers Nur ure there changing tables 
fu many of the public rextruums. Similarly, elthough we have flex-time gvallahle for 
sume employees itis nat aa wididy urallahle unit vin gni nin be. 


4 Dependent Cure. 


Childcare was identified as one ofthe critica problems facing both faculty and statFin bath a£ 
the priar reperta. In particular, bath reports recommended the College address haw to pravide 
safe, reliable, and affordable child care fer the families af staff andl faculty. The current Task 

Force wants ta commend the Cellege fir acting on these prior reccmmendaiens through the 

development, continued suppart, and funding af Cllege Street Child Care Center as well as its 
suppertaf aber child care ventera in Middlebury. 
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Bevathdess the staff and faculty continue ta state that the availability of rdi die, afferdable, 
and flexible hildcareis a problem. Respondents tn our survey and thase wha attended our apen 
medingsncted that current childcare waston expensive, that slats were still d Hof tn obtain, 
sand that weekend or evening care are needed. In addition, people mentioned that the Lark af 
after scho and summer care fx school age children was an impediment tn achieving work-life 
balance and reduced their productivity. Respondents repeatedly suggested that the Callege find a 
way ta affer after school programs and summer programs fr schoo aged children on-site. The 
summer organic gardening camp was mentioned as a modd. Clearly, sm ething more developed 
‘would beneeded. Some af our comparison schools currently affer this type af program. Far. 
example, Williams College has just built a new facility ta affèr both younger childcare as wall ax 
after schoo and summer programs fr cider children. 


In addition tn availablity, cast af childcare was reported as a barrier, particularly ta staff Finally, 
staf and faculty bah reportan increasing need fer elder care assistance as our population ages. 


Same afthe best ways ta implement recamm endaion #25 ofthe 2006 Strategio Plan would bet: 

^ Remmmeniim #18: ], 
... to heiplnwer-paid dut puy Tar childcare. 

^ Rexmmmentation #19: Follow fhe eal of Wilama, Sma, Tiny (CT), end 
. m-cunpna nr How-to-oompna str doni enl mmmer 
prugum. 

^ Reommendstm #20: Work with existing childcare centers tn provide cider 
... ͤ tn tuse tlt nd farli who here meh a nd. 

^ Resummendation #21: . the HR wi pages with fnfrmalim. 
simi nea eldereare programa md providere similar ta what a evite fur 
— uptime. 


$. Parental L exe Policies 


Tin generally happy with Middiebury’s parental leave policy for facaly, but T got the impression hat 
sores colleagues regard ita an extra research sabbolical. — Sureey comment 


‘This survey comment indicates bath haw well the Callege's parental leave policies work fr 
faculty and the degree ta which attitudes remain unsuppentive, dismiss ve, or jedaus af new 
Parents in our community. As a rent af the 1997 TSW recommendations, the College 
established a parenta Leave policy fr faculty that pravidesthe primary care giver with ano- 
semester relief ftom teaching duties with pay after the birth ar adoption afa child. The 1997 
Task Force asa recommended a similar policy £r staff, a recommendation which was nat 
implemented. The current policy fr staff pravides just] weeks af paid Leave fer the birth ar. 
adoption afa child with the 9 aditional weeks allawed under the Family Medical Leave Act 
(EMLA) ta be taken fram Combined Time OF (CTO) ar unpaid. 


This Task Force believesthat 3 weeks paid parental leave fer stafFis simply inadequate and note 


that it is less than that affered by 11 afthe 18 comparison schools we examined. A healthy 
community daes nat exped its women tn be at work rd) after giving birth. 
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* Remmmenistum #22: After a year's employment, staff who ure primary raregjvers 
hud be alowed 10 weeks nf paid lure, with up to 2 more weeks allowed usin 
CTO time, tn dart after birth ur adaption. 

. #23: We alao recomend 4 weeks pali lerre fur the secamdry 
atem caregiver, which cun be taken at ary time during the ri 6 months after birth 
or adoption. 


6. sten Working Hours 


Because af the work life balance issues mentioned abave, we believe that flexibility with regard. 
tn wark hours is particularly important for women 2 the institution. While the current lex-time 
system seems tn be working wall, for some departments iis perosived as being unequally 
available. This may be due a the nature af the werk af specific departments or ta the lade af 
awareness on the patt af mme managers about this option fr the emplayees they supervise. In. 
addition, sever staff indicated that the College seemed reluctant a explore creative ways ta 
schedule their time, such asjcb sharing ar telecommuting. 


. #24: Weremmmen thet Human Resource estaba un 
expectation that ier ume be allr ed whenever pondhle. 

* Hecmmmendatio #25: In addition, in Hne with Recammendatim # 24 of the 2006 
Strategic Plan for strengthening eupervisory fr img we recommend that managers 
rende training on the benefits of flex.time far employer wtifuction uni 
productivity, us well us support in implementing men procedures, 

. #26: Finally, we recommend that Human Resources guilt fae 
extent tn which departments allow und encmorage flex-time uE. 


C. Prouctive Retention Strategjes ann Partner Employment 


‘One challenge that fimale staff and faculty wha mave tn Midd bury frm ther Locations 
repeatedly reparte is the difficulty af finding suitable partner employment. While our male 
‘leagues asa angie wih this, we believe that, because af societal norms, partner 
employment pases a much greater challenge for women - particularly prafessi nal women. 
whome patners are offen aisa prafessinds. Werecogniz that the College has, on a case by- 
cam basis, affe such support; far example there are examples af both the Career Services 
Office and Human Resnuroes reaching out ta anis partners. Hawever, because this kas boen 
dme case by case, meh suppert has nat been widely avalable, Given we ae located in an 
isolated cura area, we believe that as we mave forward in our dfe tm hire and retain the 
strongest candidates, patioulaly more female ale hte af oor, the Cllege must ake amare 
proactive rde with regard ta patner employment. This is an important area af focus as the 
Cllege commits tn becrming mare diverse and weloaming for women, partners andl families af 
al backgrounds. 


. #77: The College shumld addres partner employment merus 
with a furmel program to sid partners 1onktng to obtain employment in the region 
(ee Rexommendation #11). 


. 
7 M 


D. Unique Challenges for Female Farnlty Members 


frol that women professors are not troated with the same respect Dy colleagues or stadi atrum 
roccbe T am a'bensficiary’ ofthis serio, and T do not the i Why shold salon and fellow faculty 
ferio ma base Tin malo? — Survey commit 

For the most part MC offers fair and egaal pportariits for woman. T do think here ia carin good 
als boy network that operates in curtain (predominan y mals) departments and i somo axint ha pee 
level administration. ~ Survey cement 

In contain disciplines, the stants at Madilobury do not hold faa faculty i as high regard as fhair 
male professors. Speaking as afexuo profesor, i clear Bat the students have ery stereotypical 
_Prenanplions about the characteristics faulty should possess to be professorial specially for certain 
disciplines. Many of my female collages fool that we hava to work axira land io prove cuo in 
lass Survey corner 


While admitted y difficult ta examinein any bread way, we used the survey, focus groups and 
individual interviews with colleagues ta identify the challenges unique ta fima e faculty 
members. Our survey indicates there were na significant differences ín men and woman's 
Peroeptions af haw students treat them in the dasraom. Nonetheless, in ficus groups andin the 
open-ended section ofthe survey, a number af female faculty indicated they filt that they 
recdved less respect from students than their male poera did. These women reported that they 
find it difficult ta assert their authority in the dassroom ar that students expect them ta bem are 
mothering and nurturing than their male odleagues (e. by giving them langer extensions fox 
papers). We were particularly disturbed by the fact that a number af women reparted. 
nomntzring aggressive behavior fram male students in response ta grading. 


Similarly, in these mare qualitative formats, a number af women noted that when co teaching 
with male colleagues, they felt as if students consider the male professor a higher authority than 
the female professor. They specifically noted that they have nat encountered this situation when 
they ox-taught with female colleagues. 


‘Same faculty members have expressed an interest in examining course evaluation data ín ight af 
current research on haw gender perceptions subtly influence shudentrespenses, However, in 

imagining this as a passible recommendation, we collecti valy felt this examination would be 
impasible ta conduct without an electronic course response process 


Junior female faculty members noted lack af space tn talk about their research with other junior. 
faulty members In their view, the daminant value af the Callege is "you must take care af 
students” yet when it cames in promotion decisions, what faculty really need is publications. 
They fed that the space and time af female faculty members should be better protected sa they 
may dedicate themselves tn their scholarly production, 


On aposiivenate the 1997 repart recommended an increase in non-monetary suppart fir 
wemen in the sciences, areoammendation which was enacted. It appears that this suppert has 
been uf, insafe as our investigation found women scientists reporting satisfaction withthe 
state af thot career progres. Itis notable that these women did nat have anything negative tn 
repart. 
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. #28: The College shuld implement a syemic gnrmal datu. 
... . which would allow us tn 
.... of male und female faculty. One way would be ta 
eller the mmusl salary review infurmation deciramivully. 


E. Unique Challenges for Female Stef? uni Faculty Women of Colur 


Do ws havea single African Amarican fmaleprofssce? Please correct ma if Tin wrong. But the fact Bat 
don't know means Bat is not good. — Burre Came 


don't think T ve ever had a class with ether a black fh teacher or classmate, whichis relly to bad. 
Survey Comment 


Jam nota waman ofcolor. However, Tow from discas sions with other faculty, that woman of color... 
Fave mors challenges dam white fully n the classroom — Survey Comment 


‘The law numbers af the women af colar at Middlebury make it difficult to evaluate the. 
hlleages that they face. Our survey results reflect the canpus's view afthe challenges facing, 
wamen af odlar: Only 17.6% of the respondents disagreed with the statement that "The campus. 
dimate for women af coler is good.” In general it appears that the challenges fr women af calor. 
‘cour notin the daseaam gn aur survey only 6.1% a£ the respondents disagreed with the 
statement that "W omen af color are treated equal y in the dassrocm”) but rather they come fram 
aide the classroom, While instances af avert racism are rare am campus they have been 
repented fram outside campus; fr example ane staff woman af colar reported tn the Task Force 
that she was avetly discriminated against while trying ta rent housing. All af these challenges 
makeit difficult fr the College ta recruit and retain staff nd faculty women af eder. 


The vaives af women af colar an aur faculty and stafFarerather inaudble becarse the numbers 
‘ze sn small and their experiences are complicated inthis community. Female faculty members 
af odlar (domestic and international) fel both the burden af representation and invisibility. 
They repart feding they have t wark twice as hard ta prave their authority with students, 
colleagues, and the administraion. Seme af these women reported being misundersinad by 
‘alleagues. For example, one faculty woman af olar stated that she is aften misperoei vad as 
angry” when she expresses herself openly. Other women af odor expressed the complicated 
aspects af having a dud identity connected ta gender and race/ethnicity. They lacked a sense af 
having a cohort ar critical mass to supportthem. E is evident that this population needs a strong 
commitment and focus fram the College. 


^ Hemmmendgtüm #29: We endorse the 2006 Strategie Plan's recommendation #31 
“Expand und support diversity in the teft und faculty" ond urge the College ta 
omthnuetty effartetu not only recruit but ta retata women of calor gs stuff und. 
mr. 

F. Opportunities ur Steff Career Advanrement, Women over ages 


For mysal} porsonaly, is sil the old man's cli — Survey cane 


— 
7 M 


Tho sariem hore i very present albait kilan frome most people's view match ofthe ts - there is a vary 
‘eal glass ceiling for many waren, ez. ff gendar discrimination wit pay, promotions, es. - Burry 
comment 

Tve worked fare since 1592; there are far more women in uppar levels of adain than ere used io be- 
which i defini a good thing. T tink he aspect Hatnood altontan now is career ler for vrid- and 
lower inel staff, particlanly those occupied predominantly by worsen, — Burery comment 


The Task Force conducted ane focus group with women aver 50 and found that a number af 
thase wha paticipaed believe that as they have getten older they have been “st: aside in fav 
af younger, and less experienced people. They believe that these were nat isl dd inci dents, but 
Teresak a recent pattern, particularly with regard ta adr female administrators wha wein. 
mid senior loved positions. The group disa suggested that this does nat apourin the case af 
‘der male aiministraors. In addition, these women expressed comer tha there was na good. 
‘way tu bring their observations about this iue ta hase wha could make changes. They felt that 
HR wasnat responsive tn their complains. Although the focus group was comprised afa small 
number afindividuais, their candor and dear diacamfert is af mom. Unfirtunately, our 
survey did nat ask about age sa ̃ͤ alden whether these feelings had acrass the broader 
‘campus community. That sad the fact that the ficus group members strongly expressed these 
flings suggests that the College should investigate whether women are treated differently than 
men as they age. 


^ Hemmmenistim #30: Ageneelato bebighlightel as un tmpurtent axpect of 
ürerdty. 

. #31: The College's Orntradsperumm program should be revitalize], 
..... with necesar ̃˙ tu asare proper training 
und support of Om mg gr ume, gni he provide with a formal relationship with 
‘the Office for Institutional Flaming und Diversity in addition tu the raati ship 
with tem Council und Human Resources 

— #32: The College nd Human Reamrees should develop better 
career der anpmert tracks “exit plung" fur staf as they approach the latter purt of 
their careers. 

. . investigate whether female stuff ure. 
‘treated differently thun male staff us they age. 


G. Unique Challenges for GLETQ Women 


The view ofthe gay man has greatly boon enkancod, but T haven't soan mach to promote the idea of 
bins who are "normal" members of society. — Buvey comment 


don't think is isan easy place to be diferent. Gay and kater members of the commanly, Imagine, 
db sot fil that thy will Dee eee andlor treated egaal ifthe are open about their vos and 
antis. This is changing a b last fw years, — Barvey anner 


The TSW survey shaws that GIBTQ faculty and stafF have similar leves af satisfaction with 


their carcer progress and decision making at the Callege as ther heterasexual peera. However, 
the items af concern fr H TO people indicate haw the campus dimate remains challenging. 
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‘The pertrait af our campus that emerged in our interviews is that afan open and welcoming, 
‘community - where there is sill a palpable fear that speaking up ox being "out" is not entird y 
risk-free. Whilethismay beidasynoratic, this concern was raised in conversations with a 
‘variety af people and in different contents sn it is abxoader social pattern. There is a fear af 
being sen as "ton aut” or "tna outspoken.” In their advocacy about any aspect af diversity, they 
fear being labeled as incapable af neutrality. In shart, there ís a perception that being open about 
mes GIATQ statusmay not be a wise career mave at Middlebury. This is nat a characteristic 
afa healthy community, and the College should work ta change this. 


Thereis a desire anong GIBTQ women fr mare BTO role martels am ng the faculty and 
staff - especially mare women wha are comfortable being “out” an campus and wha can avall 
being stereotyped because af that decision. Unfortunately, the number af N TO people wha 
have let ar been fired (after an unfavorable review, etc) is very palpable tn the community. 
They aca rdatively small group in comparison ta the campus whale, sa even the lass af afew 
poopleis devastating. Ta its members, there seems ta be a systemic problem af recruiting, 
— and advancing GLBTQ community members. They worry about being 
froed ta rqreseat dl ITG people, and that they wil find werk soldy in departments and 
roles that are mme real) perceived as appropriate fr CTR TO people. The Task Force nates. 
that similar ta isuestaised by women aver 30, fhe recommandation ta bolster the Callege 
‘Ombuds Program could help with GLBT Qissues as wall. 


There is still a lingering sense that concerns af GLBTQ people have been dawn ayed recently. 
in favor af oonoerns about racial and ethnic diversity. There seems ta be at times a sense hat 
socal justice isa limited gend at Midd cbury, and social subgroups aften find themselves rivals 
für scacerescurces and attention. 


. #34: Formally engage the question of hidden biases tn review und. 
prumatim for GLBTQ farzity und deff. At a minimum, aare app esla processes 
‘ere in place that cmelder inherent Han This might be dune ber hy the same 
Ombudsperso Program mentioned shove. 

. #38: Creste a elguature GLBTQ event exch year, formally 
. Diversity ur others that brings the GLETQ 
‘cummunity together around gn intellerfusl topic. Da not make this the wole 
regum of a student organization ar staflTarulty volume. 

—— 1 ˙ Commune dimer, or other 
guthering for GLATQ pesple and allies tu tul shout tapira nf eancera for GLBTQ 
ent pondhry with Office of Insttfutinmal Diversity diff ur others mure ur twine 
anmnaliy. 


VI. Student Life: Academic, Social & Extracurricular 
A. Introductim. 


My experienas is that women's tatus is battur at Middlobury han anywhere die Tve lod. — Burey 
comment 
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From my experience, women are trented equallyby the school in ters of athletics and academics itis 
mors in He social experiences where women are being distrininated against. — Boreey comment 


In eemparisn tn the stations described in the 1990 and 1997 TSW reports, gender relations on 
campus have clearly impravad in the past twa decades. Many af the issues outlined in the 1997 
repart remain, hawever. The TSW 2007 survey indicates an overwhelming majorly of studenta 
IH) repart that faculty treat them with respect in the dassrocm, and 93% say that thelr peers 
ber kran with respectin the dassraam. The College is daing a fine job creating an equitable 
andhealthy dimate in the dassoam. The vast majority af students repart that they "fed sd" 
m campus. This is exodlent neves, and the Middlebury College community is dearly healthy in 
the dassrocm. Gender relations are still problematic, however, in students extraocular lives, 
anditis here that sexism continues tu be experienced and debated, We found sudentsin our 
ficus groups eager tm discuss these isoues, and they asked fr mare open, "nf? events fer 
discussions af the student socal some. 


lend and sexism Lie atthe heat af mast problems in the student social scene. While 
‘Middlebury is net unique amang iis peers in facing these challenges, we urge our community ta 
identify strategies in faster leaders wha can battle sexism and dcchel abuse an campus. Asa 
Task Fence we struggled ta find truly construdtivereormmendatins that da more than address 
the consequences af these Larger sadty-wide problems. Ultimately, itis the culture and dimate 
füded by deck use that generates the worst aspects af sexism in student life, nat the liquid. 


Fig 1: Bude agreement with varius tateen enta Br 2007 TEW ner N-17 Omen, TH warm. 


While admitted y twice as many females completed the TSW survey as mdes, the sampleis stil 
reasmably high. This chart shaws that male and female students have quite different perceptions 
athe status af women on campus. Note that fr each question, amajority af mde students. 
agreed with the survey prompts. Female students’ responses were much less consistent, and 
lacked clear majorities en many issues. The fllawing sections explore the contexts af these 
differences and perceptions. 


. with the potential tn address these lager concerns, the 
Task Force suggests a mentoring program £r seniors and first-year students. This would 
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omplement and expand the exiting offerta ta socialize first-year students through their 
relationships with First-Year Counselors — wha students repert are mere manirsthan ments. 
Tdeally, such a program would Lead the way in providing first-year students a broader perwgedtive 
m social life, which would then set a precedent fer their subsequent yeas. Upper dlas men and 
women would serve as role m adeis and first-years would feel mare integrated inta the. 
‘oammunity and less pressured ta reset tn extreme partying in order in "fit in.” ener having 
‘amantering program could be used ta address gender dynamic ismes such as sexism and sexual 
assault. Such a program cxuld be bui ita the curiculum as ane way ta satisfy a service 
leaning requirement. This program fits within the College’ larger goala culi vding leadership 
qualities and fostering amare healthy community, as outlined in Strategic Plan recommendations 
#14 (Cultivate Leadership quaities that address societal need), #25 (‘Promote greater werk- 
life ted ance”), and #26 ("Encourage acalure af nl boram"). By building Links across the 
dass, itmay dsa expand the ways we engage dum in the life af the College (Strategic Plan 
... wal-mentered students are Likely ta remain in contact with their 
mentzrs after thase seniors have graduated. 


— #37: The College diould create a mentoring program that ran. 
rofa rationsdhipe between aner amn first-year studenta, with the wim of 
sudallaing new studenta min mafure, requmátle, und respectful behavior. This 
program should beintegroted tntu the College's rarrientum, fur example having it 
an part of the First-year seminar program or by eresting a rvice earning 
requirement for all students, with being a mentar in this program as me way to 
mim! this requirement. 


B. Alenhul, Social Life, Sex ann Sexuality 


“The party scene at Miklicury Collage ts wholly unhealihy and disgustingly unsafe. Iam never 
macconpariod af partis and even then the alcohol conraxpo makes i probatio Bat T may be left 
alone by a drunk fiend. - Survey commit 

Tho social zame on campas i disgusting. the sual climates aggressive, violen and vary dangeron. 
Burrey comment 

Bo mates and females at Middlebury are working io maintain a dominant social omvironmenH in which 
omen are axpated fo ß in oder to fi in and gain ation from man. And 
r.... the doa that Bey havoperscision io foal a get up when she agrees to 
dance wi an, and f she refs o go home with kim sje ra tense. [ave boon in ibam: when T folt 
Pressured ioengngs in sarai behavior with man singly rene ho took what T was wearing, and ny 
abtaspis o bo polis, io mean Bat wanted 4, hook gp wit kim. I war made o fool His T lad bamn yog, 
ar acting decia, and loading tm on when I said no. - Survey comment 


‘One ofthe themes that we head repeatedly in focus group discussions and in the TSW survey 
remiltsistha Midd r, students summarize their campus culture with the slogan, "wark hard, 
Hay hard.” In practice this meansthat our campus has ahigh standard af exedlence, cur students 
ovate themsdvesta their coursework, and what they achieve is remarkable. It dsa means that 
‘when Middlebury students "tay" they da itn the mame extremes. Students repart that they are 
diven ta be high-achievers academically, aletioaly, acially, and even sexual. Yet fow 
achieve such perfection, and therefore many are frustrated and unhappy. In brief, there seems ta 
bena “mide” in Middlebury, and this Leads n unhealthy social interactions. 
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Students reportthat binge drinking is common and aften competitive and that the argani zation af 
‘acess in dochd is largely shaped by gender, age, and dass. There is a sharp divide between. 
Students wha drink ta excess and those wha da nat. They tend ta belong to very different social 
‘ides, and thase wha ga tn extremes are perceived as having higher social statuz. The students 
wha organize the parties tend ta be male, uppec dass, and athletic. Students af volar and 
international students tend tn have more barriers fr access ta these events, unl ess they organi e 
paties themseives, Some students reported that doch consumption can be highly gendered. 
Wanen ze gencrdly expected tn drink hard liquor with a mixer (such as vodka with ermberry 
juice) which typically leads ta women becoming intarioated all the mare quickly than men. 
Female students disa reported that in their first year at Middlebury, they were invited tn patties 
by older dasmen wha they felt specifically targeted them fer their inexperience with alochal a 
they could make inappropriate advances. Surveillance af student alcohol consumption has 
increased in recent years. Unfortunately students report that one effect af this manitoring is that 
they try to get drunk as quickly as passible befire the party shuts dawn. 


Task Force members interviewed members af the International Student Organization in arder ta 
lea haw the international female student experience differs ftom the student norm. Female 
international students describe themselves as "coming from educated, liberal badkgraunds and 
being mare outgoing, assertive nd risk-taking” than students in their countries wha attend a 
domestic odlege or university. This assative and outgoing behavior usually does nat equal 
sexual promiscuity, even though some American men interpret their demeanor this way. On the 
whale, they are nat happy with the alochdl-fuded moid ome at Middlebury College. Wecane 
ta cdlegetn date, nat ta have indiscriminate sex” wasa common comp aint. 


While werecommend mare acid outlets, as we believe this is a tangible step that can and 
should betaken, as well as continued programming, i is necessary ta socialize students inta 
mere responsible drinking behavior. We hope that aur recommended mentoring program will 
helpo ta faster a redefinition af blackout” and "hinge" drinking as "unood,” immature, ad 
unhealthy. 


Asalready suggested, doch tends ta faster behavior that is uncommon in the classroom, but 
puis women inta particularly vulnerable situations after hours. Cur focus group participants 
‘suggested that students typically amive atthe Callegenceding ta learn hawta fitin. The 
students agreed that "I don't want ta be a prude” summarizes much af the Middlebury student. 
vulture regarding seruality. It means that many women want tn establish clear boundaries, but 
that they engage ín risky sexual behavior because af the general expectation that ollege students 
re promiscuous (which, in pat, comes fram broader patems in American culture films, music, 
‘and online media regularly sadalizeMiddlebury students inta this idea). Pat af the reason they 
da not se boundariesisthatthey need ta fit intu a sncíd soene dominated by men, wha are asi 
aften unaware cr dismissive af safe sex and sexud assault issues, The general consensus was that 
the stressful weekday workload triggers a proportionately extreme party atmasphere an the 
nights students chaasetn ga aut. Students report that they work sn hard during the week that they 
try ta squeeze 5 days! werth af sci interaction inta 22-day weekend — thus they compress 
socal rd atienshipsin a way that foreshertons relationship building ta one-time casual sex. 
Students desire mare appartunities ta meet people casually, and consider the damroum asan 


pr 
* en 


ided place tn engage with peers. Students suggested that if the College apports the growth af 
their minds it should care about their sial development as well. Callege can be an impart 
time ta learn about safe sex and healthy relationships andl the institution should give greater 
somsideraien in educding students m these issuer 


Student parties ae aften highly æxudli zed. Same ge organized around sexual themes (uch as 
the fll 2007 "Surrender your Bacty” pirato themed paty and the reported y annual "Naughty 
Sehodigil, Dirty Prafesscr” paty). Many partes have Limited qued lists so ame female 
students are avatly sexual in their dress and behavior in order ta ensure access, Students repart 
thatthe first and second years at Middlebury are a particularly socially insecure time fr female 
students, and that female students use sexual display cues makeup, hat, dething, dancing style, 
. Tho major eee i — — 
af sexuality for Middlebury students. Ones either "mamiod" (in a committe Lang 

‘ambi, working og (having sx punta y wit building lating aiti) 
and being "asexual" (which is, especially fr mea, stigmatized). Dating iguncomman at 
Middebury. These behaviar-shaping categories (which ae, again, extremes) aften lead ta 
‘mispammunicaion, because men aften interpret women's behavior at parties as inviting a heck. 
up! 


The Task Force nated the recent ari val af Iyati Daniere as Directer af Health and Wellness 
Education. In communications with Daniere, she described some af her current programming 
arte These seem ta be entirely appropriate efforts tn affee workshops and events af interest 
rund topics af sex, Semih and dodhdl, As always, the remaining challenge shaw ta get 
peopl eta participate and ta be aware af available services and programs. The College should 
make Heath and Wellness Education a central plank «fits efforts in faster a healthy community. 
‘Same students nated a lack af easy access ta free emden as an area needing improvement. 
Daniere nated that the Global AIDS student group has petitioned Pres dent Liebowitz for 
funding ta plave condam dispensers in all dermitzry bathrooms. We fully supparthispropasd 


— . eager fur mare social outlete, We support the 
College's etturte to expand campus weekend socal vermes mich us proposals far the 
Xumaüu/Bunker space in FIC und the us-yet-annumed 51 Mut Street herum 
downtown, The College should work with uident groups, the SGA, the Cammina, 
man An (ar) to hr nenen students’ social options. Mare alternatives tu alenhuilic 
entertainment would Kelp men und women forge healthier relationship a und narrow 
‘the divide betwem penple wha dn und un nat drink. 

— . etucatimal workshops on issues 
nf drag snd alcoho! almae, seran asamt und aranment. These workshops should 
nat just heu part of orientation programming tn the Pirit year but should be 
provided throughoct the student's career at Middlebury. 

— #40: Offer gatherings exch semester ut Commana faculty heud 
‘houses to tul uot sochal hre and relationship ise. The TSW fucus groupe were 
‘wonderful forums that all participanta enjoyed und fat provided a healthy 
environment for dleruseing pertinent social ines. Purtictponty eoustently d 
that "sre nerd to have thew tacos shout student wein fe mare often. 
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. #41: The College's Direttur of Health und Welnese Eduestion 
shuld review the College's emda distributi program, ann make. 
recmmmendatims shout posible new strategies far making them rutlatie un 
particular if the student effort unted above is not surzzufol). 

— . urgunize nocestunal pend dlacussimg as 
restive waya to weaver devunt topics (e.g, axiom, derentyping, unà discrimination 
fn the workplum) into existing programming at which aumai geak shout careers, 
‘the workplace, und what studente may find beyond Middlerury. Given 
r.... norme, ewarence of verlam shad We e desired ust in 
students’ dell portfolio, The Cullege 1a Wkly to get better resulta frum offering the 
“qurrot" of enhence del] aeta thun by using the "stick" of punitive regulations, 


C. Bernal Asszult uni Bufety 


Mary have bean the casas when noy women friends have boon afraid io speak ap raganding zarai assalt 
Surrey comment 

"Bagrnttd Sax” shoald NEVER be wd to describe any occurrence of reranl assault No sarani assault 
earring on Middishury campus? Don’t srespect those that have rfrat seran haras sousni by 
mel inner happened. - Survey comment 


Em T 2594 z 
20m 2 208 4 
ET 7 2004 2 
2003 1 ‘2007 — 
ae Number eee ee by year 


The number cfreperted affinses, as the table suggests, ze typically relatively law in a given 
year. Man, responses to survey questions shaw that mast students fed physically safe at the 
Cdlege However, the leval af dimatisfution with the College's response ta issues af serul 
assault and harassment, as wal as many survey comments, A geg that there is much wark tbe 
dene. According ta aur survey results, xual assault is an under zepated crime and am dor. 
‘emer for fime studens. The mast typical reasons suggested ir why the rimes ga 
unreported are a belief that lite wil be dane, feeling af shane, andar fear af being. 

signati zd. This is not entirely surprising, as these are comman ceases why such crimes are. 
trricdly nat reperted even beyond Mid bury. 


Jeshould be nated that as isthe cam with many af the other cmonms around student nci life, 
the root problem is aften dockol abuse, and until this is addremed some ather "symptoms af an 
unhealthy community wil nct ga away. One result ofthis unhealthy anxid smeisthatthereis 
‘fusion betwee omsenaial and nem-cmzensual ser. 


A number af students in aur focus group interviews expressed skepticism abaut the existing 
Procedures fr responding ta sexual assault. There is oanfüsin about haw ta proceed when a 
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student has been assaulted and existing information may be outdated (far example, campus signs 
advising students af what ta da are offen out af date and missing). Once sexual assault has been 
repented some fed that the current process is not designed ta serve the interests af the victim. 
They omtend that victims’ valoes are not hend and sexud assault is toa easly reduced ta a be 
said, she said? situation. 


Students offered several passible changes ta the existing procedures. A primary suggestion was 
thatthe person wha first processes the repart shuld take a mare victim-criented approach.. All 
wha arelikely ta beinvalved in handing such cases should receive training on haw tn 
distinguish between sexual amailt, sexud abuse, and aequainbncerape — as well as interview 
methads fr ayrcaching them sensitive topics. They should be wall informed abaut wha can. 
serve as a wines, what kinds af evidence the survivor needs tn produce tn prave lack af consent, 
and which farms afinnuenda are unaooeptable. 


Tiedt cemcerms af sexu assault are aften comments about general feelings af safity. Our 
survey dealy suggedtsthat on the whole aur community feels quite safe on campus. 
‘Considerable impravem ents have coourred in the past 10 years with the further spread af general 
lighting, blue lights and emergency telephones. Hawever a few areas af campus, inducing 
Ridgeline Read and the parking area east af the Athletic complex, were noted specifically for 
futher review. 


. #43: An iofurmel interest group (currently compored of the. 
Chea House Director, the Dirertor of Heat und Wellness E ducatin, un Anmel 
Demn nf Students, and a SANE maree) har been formed to work towards the 
‘prevention of sexual usszalt, This group should be formally charged ta make further 
recunmendationeta prevent run uagult on ramus. In aditum this group 
amel explore optima Tar extublishing an uivucute ur eivacery program ta counsel 
thua involve in serual annit shout their optima. 

— #44; The orientation program shruld emntinne ta menie un. 
informations! component on distinguishing between ramunsuul und um- um aena al 

. #45: There should be a regular program tn update informational 
comtact posters amd mukeinfurmation shout optima Tar those effected by cru 
ae more gener ally available 

^ Hemmmendatüm #46: Investigate und emtime ta improve lighting arruss campus 
nd add more hte tighta. 

— #47: Continue und strengthen training progr ama fur thnse who 
are May firat responders in cuses of uexndl unit, 


D. Health & Wellness 


Bhat gris dot gels, Be srt of pressure we pat on one another ts atrocious. JB ha a ports 
VTV 
FFT... non sperraxdelsm grs i particular) ore onting omiy a 
proli mad ora fiw pases of brad - Survey amet 
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Ises far ino cn people who are iyper-athistic and who eatnothing but salad, then go out and party 
sirnaly ond on Friday ond Satardny igh. — Survey cornet 

T think that the social Efe is pretty unhealthy... Drinking is a kuge part of the lfo- which is fing, but giris 
or! afore tay denk fe ar Ba arias) nd ͤ wad woop te nas ring a 
trt work kink Kits evans, wrk and drink to mach alg Bink tint this dne 
hab, whith is anony mynd that everpone t doi i Fer ner 


Many students commented that eating disorders and distorted body image are "the mast serious 
problems on campus.” Although the health center has resnurces available for students, many foel 
they areinascensble and only fr students with d ner fle disorders like anorexia and bulimia, 
Gang ta the health center with these ismesis stigmatized. The dining hall and gym culture. 
pramdte an "ideal" body type that makes many women fed marginalized and insecure. The salad 
basin the dining halls are frequented by women, and students repart that it is commen ar. 
women ta survive on weekend diets af sdad and vodka (asthe comment abave suggests). 
Students wha have dready struggled with serious eating dieders have found thal recavering at- 
‘Middlebury is paticularly challenging. A healthy community should take batter care fits 
members. 


. #48: The programs being derd open by thenew Director of 
Health und Welnee chould be expanded, gud the College should ahaw trung 
support for them by making these arte u cenferpiere of te effort tn create a 
healthy community. 

— #49: The College should make arees to a nutritiunist and/or 
manen with erp ertiae n nutritim mutiergreudfy wvailsbleta studenta. While 
perhupsnot full-timedf demand doesn't warrant it, studenta should have reay 
oxen tu ameme with these akilla without lexving tumpua. 

— . in consultation with Dining 
Servier, Student Health Center, the Office of Health und Wellness and the 
Department of Phe Education and Athletion could der dun a program m 
eating disunter rr ng Prevention and elucution should he inf arp ten into 
furmming student orientation, 

— #51: A student health group should be organized tu hod 
"iacassinns, mentor peers, and work slungelde the health center und euneeting, 
mom 

^ Hemmmendstim . identity strategies far mure formal 
... on fhese issues ume athletes face fhese lames regularly, 
und should have a health program in place developed fa tandem with the Health. 
Center und Sporta Medicine, 

. #54: In ity emudderation of euting disorders, the1997 TSW 
report mggested that there “should be mure quiet uni intimate dining options 
echt: fur thove who need or wnt them." Atwater und Row dining halla ure 
nuterimaaty load, aun "intimate" spares grehard tn find. Au the College prepares tu 
renovate Proctor dining hall it shada consider waya ta offer mare optima. 


E. Gender Dynamics 
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— to be paid io how man trent women on aagus. By this 1 sipiy mann ‘gentlemanly 
ee, and just being ces io worn in ganara and not iroating than He slab of insat Edi 
mar it easier for guys lis se io have 
fica todo so since giris a to always be on the defensive. — Survey comment 


Survey and focus groups support that student perceptions af feminism asa concept are mostly 
negative. A cunmen anecdete that we encounlzred is the story about a prafessor asking a das, 
"ha here is a feminist?” One or twa hands ga up. Asking "wha here believesthat men and. 
women should be treated equally?” raises every hand in the room. Feminists are described a 
radia, Ent Nar women as opposed tn people wha support gender equity. 


‘Masculinity on campus is described by students participating in our focus groups as perpetuating 

sexist locker conn behavior. Heterosexual males wha da nat flfl this stereotype repart 
having in change their behavior in appear mare masculine, a the risk af being Eg bated," ar. 
sodally marginalized in other ways. Men come under paticul pressure a prave their 
tmasoulinity rough weckend ace oomampsion, which can put bath males and md es in 
difficult situations. Students repart that sem e intaxicated males use affens vo speech and engage 
in destructive behavior, and this is why they attest that ham ophabic behavior and sexual 
harassmentaccur may an the weekends. 


‘Comm nts an the TSW survey, ftam bath men and women, reveal aminarily opinion perhaps 

The general tenar is that gender issues amount ta "à bunch af 
" and that people arebeing "tna sensitive" A pasitive development in this 
‘zea during the current academic year was the development af the Men's Advisery Council. This 
council consists af students, faculty and staff and meets on aregular basista discussimues af 
mascalinity. The council has had some encouraging levels af participation; efforts by this group 
tn encourage dialogue in this area are ongoing. 


.. Recmmmendatim #14 of the 2006 Strategie Flan calla for 
“quitivating leader qualities thut utres varietal needs." We vagge that us 
Pert ur ta effort to foster lader ag and wheulthy community, College programe 
raid emphasize that attention to gender dynamics is u critical leadership wei. 
. change tn these attitudes and achieve the aurt of 
informed gender awar mcus thut amin he very positive on campus - und du this 
‘without compulit. 


F.GLETQ Students 


Tdo know that there realy un be campus cimata’ for LGBTQ women. I personally have chosen oniy io 
soma cut among a wry stent group — and Biserant worm om 
campus {ihe visible ones) aren't realy allowed to spoak io any oiher experiences again. Theyre realy on 
aer T don't want i be defined by Bat or ied o ik Ser core 


The 1997 TSW repent sated that "Middlehury College is not yet a com&rtable place for many 
gay, Lesbian, and bisexual students, faculty, and ate Our research suggests xme progressi 
thisarea, but we have yet in achieve a fully comfixtsble environment fax everyone. Although in 
many aspects members af the GLBT( community perceive the campus dimate for women less 
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favorably than members af he sd identified heteraserual group does, these groups have similar 
distributions af opinions about the campus climate fr women in minority groups and GLBTQ 
women. This does notimply that the campus climate fr RTO women is goad — filly 47% af 
GIBTQ respondents said that the campus dimate (suat. 


‘Our ficus group participants generally felt that the Call ege takes homophobia less seriously than 
racism. They fl the College's response ta a series af hom ophabi incidents in 2006 and 2007 
‘eas inadeguate, and that “ad hoo town meetings and dased-dow judicial proceedings da not 
lange the problematic culture” They see the College as reacting ta the socal problems 
encounirred by the dH TO community rather than being proactive enough tn change social 
pattems. They asa reported that the degree af community support and acceptances greater fox 
Say men than Lesbians, bisexuals, transsexuals, and queer people. 


GLBTA perspectives 


Fig 3: Compara of degere of qgremnet, oolideified cr TO va Seren rap endene 
Or-, Era n-147 


. #58: The TSW apporta therexnt proposal for the establishment 
nta Queer Btusliew house, 

— #56: The Cullege diould tuke u more proactive dance an 
homophobia und intolerant Wehuvior. As pine in the previous imm, aw arenes 
nd tülerunce ure key Leadership eile, 


G. Student Women of Color 


re are far pcd from several places m ths cour (mast talents Bat t) gom a Fanch of 
oducts reasons as to why we cdd coma hrs, ws are dropped i what often fel Hara war zone and 
wears infi to figure i cut Most of as hava no idea what we are going cursar nko whan we comua Bre, 
amd wears shocked tat in Middiabury, we are expected o confor or comantacadenisanifr social 
St Noone is song to 2a. Cur tf often does ot react our pe They can Enid 
It they cannot fr hl at come from a place of having ted oar eas. T don tand atts is 
challenging, plaoe, but are is vary hills tool fo lp mas navigis i — vey comment 


Telnet Fer ey lg, He 


T know stans from soma Backgrounds who find the social scone at Mild vary intncinting. T think hore 
moods to bea common groxad for thosa pas of tacens If there's a range of social if lero, instand of 
far extras, it igit lop. Bury comme. 


n focus groups with student women af color, we heard that the issues they face are mare 
typically inked ta race, nat gender. A few noted they felt same prafessors da not "make an 
flirt ta understand where [hey] are coming fram,” and they samdtimes feel patronized by 
faculty. In the darum. they reseatbeing made in feel that they represent an entire group. 
However her ae not experiencesuniquetn them as women. 


A comman characteristic af African-American women an campus, especialy thase af middle 
ndlawee income dasses isa feding af prafiund culture shock when they came tn Middlebury. 
They repented having ta adapt in campus culture and Lem what they perceive as “upper-class 
white” patterns af speech and social interaction. Some felt they cold never completely adapt, 
sand sa would probably spend four years a ihe College in a constant struggle ta bath "li in" and. 
act "lasethemsdves" These students find the distinct lack af faculty women af cer, 
paticulaly African-American women, especially troublesome because they are looking fr rale 
models af sucoessfül and authentic adaptation. 


es, Si age 


bete spre 


Hig deen Fele gef "white dudes v deni “cde” "White" . "ol casn 
acm 


This chart demonstrates that diffrent social identities da nat ead ta different perceptions af the 
siztusaf women. Yet dearly we want students ta have 100% agreement with these indicators af 
ahedthy community, sa there is much werk ta be deme. 


We anderse the Strategic Plans recommendation #8 ta "Enhanoereceuitment and retention af 
students af cale" but fed we need ta ga beyond recruitment ta enhancing their experience while 
em campus, In order ta da this we recommend at a minimum 


. #57: Cuntime mur effurts tn creste u diverse rumpus which a 
‘welcoming and urrenting for student af calor. 
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. $8: Continue our efturte tn hire Taralty und stuff of cxlar wha 
om act us rule modes fur our students of endor. 

— #59: Provide opportunities fur students of calor tn be mwale 
‘with our mentoring program £n u rignificunt way. 


H. Los. nenne Btadente 


TTT 
C0000 
‘despised the kind of expendable wealth allover campus ihat is seen proozinen y on suy women's bod 
Survey comment 

... ͤ woman because wealthier students, though many are 
Trained as politcal barals, do not really understand the straggle for oput, which has always beea a 
Border srg for women than man. — Survey comme. 

Fuh respect to low-income women, the latim is sia; nobody profisses to have any kind of bias, 
Tut Bare 3s a calire of higher class conmamarismand wealth that is nearly impossible to avoid ra. 
Surrey anna 


Students report that dass structures much oftheir sncid interaction. Atthe ame time, dass and 
‘wealth are taboa topics which are assiduaud y NOT talked about but d aely observed. Asis 
offen the case in the United States, matters af dass at Middlebury intersect and averlap with race 
and gender sa much that eccncmic inequality is dificult ta isolate as a causal factor. Tt is likely 
that female students experience wealth inequality differently ftam their male peers because af 
the gendered focus an the status signals af hair, makeup, jewelry, and dashing. 


‘Changing the College's financia aid policies may help tn alter these dass tensions, but the oore 
issues the students’ dispasable income, not haw their tuition is pail. We endorse. 
recommendation #7 af the 2006 Strategic Plan ta "Increase the mioia-comamic diversity af the 
student body." The College should facus nat only an recruitment, but alsa on enhancing the 
‘experience af low. henne students after they arrive an campus, We understand that the 
adminisratin is currently considering the creation af a Student AidFund that would consolidate 
existing funds that support the purchase af itema such as backs and laptopas, and alan add amall 
grants and loan packagesta hep students £n meet expenses rdating ta coursework and campus. 
Site In addon, the College should investigate innavative strategies, such as a student-run 
micro-credit program, tn complement this financial program. 


. #60: The College duld den creative ways to help low-income 
students, The Task Fürce endorses the College's eforta tu explore rreutive teas 
such us the Student Aid Fund. 


I. Social hunar nde 
‘While mentioned in aur charge letter, our investigations indicate thatthe social honar code effet 
afa yer ar mare aga seams i have coded. In general, the Task Farce bdlieves the idea af 
having a social honar code is a goad and valuable me. Home, ta be successful it does need ta 
came fan students, mn we hope i wil re-emerge. 


Token Sf Feeney lg, HD 


. #61: The Student Goverament Astodation und Community 
(Council shada re-vist this tamne. 


43. Work overload for students 


. who has tima for Bat? T have so mach work to do. People are so unhealthy 
cause the collage induces 2o vuch unecessary ß 
a vacation it woad cut down on ridicaioas behavior, Te are - Survey comm 

The majorly of epus has unhealthy seeping paterni order to make xp for the academic load. If one 
gine to get physically sick t's not caram to henr somecne say: “I don't have the tne to take care 
frs" And frankly hose posters inthe gyen hat wars to got 8 hours of aap enrage mo! My int 
reaction is always: "LDON T HAVE TIME. din ier think T woad {fToould!!” — Barery comer 
Rather Ban having midnight roni, why don't we have a system where people don't have to pull all- 
nights fir an entire wook in onder to eee ..I oo people all arvund ma sacrificing thir physical 
enlh just to va ap to Base insane expectation, Survey comet 


Students regulaly compl din about being averworked. Much afthismay be griping-as umal, and 
af ourse college is supposed ta beard werk. The TSW did hear fram many students that ther 
‘workload is averwhelming, and that this forms part af he "work hard, play kard” pattern 
described abave. We did at inveatigate tn what degree this perceived academic wark averioad 
is a gendered phenomenon, but the TSW oonaiders i likely that women experience strem 
ame than men da - and that this may rdateta deady gendered dietary and sexual bdbavior. 


— #62: The Director of Health und Wellness Educatimn ahul 
Ether data on student deep patterns and develop appropriate programming to 
Encmoruge a healthy balance between work und fe, 

. #63: The College should alan consider ways tu “tone dawn" the 
. campos. Indeed, the prospest nf aiding new 
programming tu an alr ewy ful in bir ing schistule of events gave the TW sume 
Panse in making thesereommendations 


VII. Athletics and Title IX 


Both mam and woman have overwhalodng postive axporlences participating in athletics. That is part of 
what mace Midi groat Samer comment 


Sometimes Ithink that are is a group of tents and somatimes facally who are against alios. 
Pospleassume Bat they aren't just ax hard working and intelizan as amy thar sade just bocaase they 
play a sport - Survey comment 


The TSW survey tested the hypothesis that men and women experience the Athletics program 
differently by asking for responses ta the prompt, "I fed that women havea mae paste 
experience cn athletic teama than men da.” 43% af survey respondents chase not in answer this 
question, and 14% were neutrd on fheissue. The fact that only 23% expressed an opinion an the 
matter and that only 7% had strong opinions — suggests that in genera the College has created 
an equitable environment in its Athletics program. 

Token Sema f Feeney lg, HD 


‘Women's Athletics is a vibrant feature af the female experience at Middebury College. Female 
athletes repart feding supported in and empowered by their athletic experience, Safe and 
Galfhave been added since the 1997 Task Foroerepart, bringing the number af varsity teans a 
Middlebury tn 16 fr women and 15 fr men. Coaches salaries bah male and female — have 
been studied by Human Resources fer internal equity as well as being compared externally ta 
detemine a fair market value. Significant strides have been mate in recent yearsin the hiring 
and pay structure fr female amistant coaches. These factors, along with strong participation 
numbers, suggest a commitment ta Tite DX compliance as well as a philosophical commitment 
tu the welfare afthe woman's athletic programs. 


There has been substantial growth in opportunities in the highest Levels af lub competition as 
wal, namely Rugby, Crew and Water Pola; all af which are healthy programs with strong 
paticipation. Anecdotal evidence - general survey and interviews with ficus groups - suggests 
thatthereis satisfaction withthe Intramural and Recreational activities available for women at 
Middlebury as well. Further research is being conducted by an ad hoc Task Force studying IM 
and Recreational spots, induding a survey specifically targeting these issues. This study will 
determine whether the positive aneodatal evidence is in reality the prevailing experience amang 
the student bady. 


While many ar he trends in women’s athletics have been positive, areas af concen and the need 
fe vigilanoeremain, — 
. The number af female head coaches till lags wall behind the number af mae head 
coaches. While this is a national phenomenon (ste The Chronicle of Higher 
Education, May 4, 2007, "Where Have All the amen Gne?" eps should be 
taken ta ensure that top female candidates fram both within and beyond the United 
States weidetified and given an cpprrtunity when openings aim, while alsa 
ing that our female athletes ae afforded the best pasible coaching. 

2. Asthestudent population has shifted ta slightly more fimales than males, care must 
be given ta ensure that participation numbers in Athletics reflect the make-up af the 
student body; referred tn in Tide DC compliance as "propentionality.” 

3. The recent retirement afa full-time female administrar in Athletics leaves avaidin 
the famaleleadership, particularly given hie ink nce in male ta female head 
caches. 

4. The hedith and wellness ises that face all af our female students can be af particular 
mcer tn aur female student-athletes. The sane qualities that Lead ta a positive, 
competitive and healthy athletic experience can Lead ta probl amatic heath concerns 
‘without proper education and monitering by a team af athletes, cnaches, puts 
medicine personnal as well ashealth and wellness personnel. 


^ Hemmmendstüm #64: The Cullege should emtinue the existing policy thut the 
Senior Women Administrator is directly involved in any segrch far a full-time head 
oar. 

* Hemmmendation #65: Human Reamrees, n eomjunetion with the Director nf 
Athletics, shold annually monitor internal pay equity for female cnarhes. 
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. #66: The Department of Athletieg should respond immediately tn 
uny recommendations of the Task F aree on Intramurals and Rerreutimmal Sports. 
‘The Senior Waman Administrator druid endorse uny recommendations made by 
‘this Ta Force, 

. #67: The Department of Athletive should work closely with the 
Director of Heslth und Wellness to enanre that health und wellness he 
specifically related tu female athletes gre being ficiently anregt. 

. #60: The Athletic Policy Committer diuuld dedicate une meeting 
Per year tu a eyitematicmunttoring of Title IX cumplence (ante: the Senior Woman 
‘Administrator is a standing member of the Athletic Policy Committee), 

— #69: Strong couslderation diould be given to the hiring of a full- 
time female administrator when the padtion hemnes eveflahle. 


VIII. Program in Women’s and Gender Studies and Chellis House 


Patafthe TSW charge asked that we examine the standing af the WAGS program, therde af 
Chális House, and haw these institutions shape gender ises on campus. The Program in 
Women and Gender Studies is an academio program and Chellis House isa co-curricular 
program that operates under its aegis. Chellis Hous activities are directed at supporting the 
academic program and promoting the issues that intersect in the study af women and 

gender. Chellis House ful fll sa central tenet af feminist thought, which asses the need for 
linking theory and praxis. While WAGS courses may raise awareness ofissues, Chellis House 
affirs students the instituti onal space fer taking actin. Its scope is, however, curently Limited. 
The Chellis House Director already works on issues ranging fom reproductive health ta women 
and finance, but frmalizing these responsibilities would enhance Chellis House's rdle asa 
resource fix dan, faculty, and Kg 


Our investigation has found positive devel opments sinoe 1997, such as the creation afa. 
dedicated faculty pasition in W AGS. Ta gather information about the current WAGS program, 2 
‘TSW member interviewed Sujata Moerti, Professor af Women and Gender Studies, wha halds 
thisnew position. Asome might expect, seme af the challenges af WAGS sil rd £e ta size. It 
is difficult ta ensureregul course afürings, particularly with the dependenoe upon other 
departments tn make the afferings, which contributes ta difficulty in outlining tracks af study fr 
students, While the data suggests the num ber af courses have gone up from an average af 
axraximady 20 courses ye ta 74, the number is higher due tn winter term courses rather 
than fal/sgring term courses. Mast af these course affirings are framed as "women and X”, 50 
that offerings en matters af men, masculinity, gender, and queer studies arelimited and 
inconsistent. Morrti noted a desire fr mare odlaberation between W AGS and the International 
Studies program ta create an "international women’s studies” rack. 


— #70: The uruüemi administration «hald wurk directly with 
‘WAGE and related programs tu strategize armund menns for regalurizing urge 
mern. 

— #71: Avthe College expands tta faculty it hald make an effart to 
hire faculty whn con contribute ta the WAGS program. 


pr 
* en 


Rammmendatim #72: The Cullege should explore the eppropristensss of reframing 
‘the Women's Rewurre Center us a Gender N nne Center. 

Rammmendatim #73: . that we huve made. 
that would call on the resources of Chellis House for implementation we recommend 
that the next review of Chellis Howse und WAGS should addr ena whether the 
current ung halt position of Director of Chellis Howes adequate for these 
reunites, 

... Given the last acullemir program review uernrred in 1997, 
‘the TOW recommenda reviewing this program in 2008-09 ar as unm un it ram he 
reaumbly planned. 
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IX. Index of recommendations 


# Recommendation Page 
Significant recommendations 
1 keen TSW svay 5 yeas 6 
2 Faster a "healthy community" in many areas 6 
3 Strive fr gender bdance at every level 5 
A5 Sociali students intu mature, responsible, and respextfl behavior 7 
7 Revitalize Ombudsperson program 7 
6 Promote work-life bdancemare aggremively 7 
7 Recruit and retain women in the staff and faculty 7 
3 Bemoeproadive on a variety of gender-related issues 7 
9 Recruit, retain, and devdop wamen af odor an the faculty and staff 7 
Representation 
10 Appoint women ta Leadership roles a 
11 Enhanoe strategies fr retaining female faculty 9 
12 Increase number af En 4c head onaches 10 
Staff and faculty life 
13 Expand and suppent diversity in the staff and faculty n 
14 Prandegreatr work-life bance 2 
15 Review sdaries fr gender equity n 
16 Communicate ta the College community the realts of Recommendation #15 n 
17 Make the campus mare weloaming ir files n 
14 Offer a diding scale subsidy Er childcare n 
10 Offer after school aid summer childcare programs 14 
20 Provide childeare beyond he typica 8:30 -5 weekday 14 
20 Fravide information on locd ddercare pragrans P 
22, Provide staff 10 weds paid parental leave, 2 mare with CTO P 
28 Provide saffseomdary caregivers 4 wd paid parental Leave 14 
24 Eataish that ler une fn lone whenever paste 15 
25 Tran managerson flex time, suppartimplementation. 5 
26 Audit flex time us by department 5 
Z Develop apdicy n aiding partners a find employment 15 
28 Collect data tn allaw comparisons af career progress fr male vs. fanale faculty 16 
20 Recrui and retain women af color as staff and faculty m 
20 Consider age an important aspect af diversity 15 
J1 Revitalize, promote, and farm di ze Ombudspersen program 18 
J2 Develop career tracks fr older raf women E 
J3 Invesigae whether mde and female staff are treated difirentiy as they age 1 
24 Exaninereview and promotion processes fr gender bias for GLBTQ 19 
25 Create a signature GERTQ event cach year 19 
26 Had a tand iger ather gathering ir GLBTQ people 19 
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Student Life 
(Chea a student tn student mentorship program. 
Creato mare said venues £r students 
Educa dl students on substance abuse and sexual assailtbarasem ent. 
Regular gatherings at Commons faculty housesta discuss sodid Life 
Review candem distribution program 
Alumni speak about sexism and sterectyping in the workplace 
Fermalize group fr prevention af sexual assault 
Include training on consensual sex in orientation 
Update posters on sexual assault. 
Investigate lighting in several areas, consider more blue lighis 
Establish a training program for thase inval ved in sexual assault cases 
Expand programming by Director af Health and Wellness 
Pravide aocess ta an on-campus nutritionist 
Provide integrated training on eating disorders 
Organi æ student health group 
Mentoring and heath programming on eating disorders fr athletes 
Crede quieter dining options 
Make gender dynamics a key pat af leadership training for students 
Establish a Queer Studies house 
Takea more proactive stance on homophobia and intolerance 
Continue effets ta make a welcoming campus fer students af cle 
Continue effets ta hire staff and faculty af colar 
Pravide mentoring fr students af colar 
Investigate reati ve ways tn assist Law-inoome students 
Revisit the Socal Hanar Code ane 
Investigate and evaluate student sleep patterns 
Tone dawn the general sense af 'busynes’ on campus 
Athletics and Title IX 

Athletics senior woman adnin ran: involved in searches 
Monitor coaches! salaries fr equity 
Athletics senior woman administrator endorses recommendations 
Dept. af Athletics adéresses health af female athletes 
Athletic Policy Committee reviews Tile DC oamplince. 
Consider hiring full-time female administrator for Athletics 

WAGS and Chellis House 
Regulaize W AGS course afferings 
Tant appointments with WAGS 


Explererefraning the Women’s Resource Center as a Gender Resmurce Center 


Review the pasition af Chellis House Director 
Conduct academic program review af WAGS as som as can be arranged 
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X. Appendices 


Appendix A. List of Interviews Conducts. 
(Campus Open Forums (7) 


Martinga with: 
Tnternationa Students Organization 
GLEAM members (and input sicited in writing and individudl y as well.) 
Female Coaches 
Male Coaches afFem de Athletes 
Students Women af Colar 
Commons dinners around athletic Life (7) 
Eating Disorder Discussions (2) 
Commons dinner around student social life 
Waman in Science fous group 
Feminists at Midd sbury (FAM) (written comments received) 
Student Wanen af Colar 
Intemational Fem e Faculty andF aculty Women af Colar 
Staff Women af Colar 
Gender Dynamics and Identity focus group 


Numerous Individual Interviews 
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Appendix B. Quuntitative Garvey RA 


Sections 1 and 2 were aval de ta students, faculty and staff. MC is an abbreviation fr Middlebury College. 


= CCC 
— EHE A . 
eee eee 
iiy mà strat MC: se | sm | m| m| m | m| om 
TE a 

sm | vm | im | am | im | w| om 
ELTE Fa ET 
PE so | m | xm | mw | zm | m | ume 
Leeden md apron aC. 

wo | rou | im | im | am | o NES 
ef in imm ky 
Aci "EE | one | m| w | m NET 
Teer EE 
— s | am | au | s | om | om | aw 
Feel that Ci iig wd mating 
eels e m epu. m [oom | am | onm | ous | m | m 
Heel het Mi ing agenti elg 
seing mica om camp, sm | m | um | zm | uem | um | aw 
Tiel tht Cin ding egal egal 
Rom fae beet on Sc s |m | ou | om | o | se | ow 
TE MC i diga gend d ee 
cm enu mede campur, m |m | an | am | om | s | sie 
Tiel Et wan ave a mare pa 
kap immen om lebe trenen then mm d. 

s | m | m | am | m | m | as 
Tice copes imei women 
misser gm in pire md rupti 

m |s | an | am | HE NE 
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TTC 
e e 

— . | am | tie | zw | zm | nw | e | zm 
"Thr canus climate Er LOR TQ wanen ia geni, 

ess | im | oes | 2m | sw | ce | ome 
Thr Calige hes tea cgi irm Fares 
ente from unde ra bed grespa irta the 
See ss | ure | ues | 2m | ee 
‘The College he taken eng de ta hence 
the campum climate fer Female talents Brom 
2 esa | im | am | zm | s% | oss | aw 
‘Women a oala we tested equally inthe 
Serre esa | oam | ume | uw | s% im | zm 
Fenty md ta wanen Han wrde eee 
Sam ere treated equelly by deni end 
E FF m | imi 
Tied MCis daing a gna [ch t cmding a 
‘welecming enviament Ba women with 
[Ig ee | m | ces | im | onse | m | aw 
. end hes scri frin 
ae challenging fix benen rr under- 
ares group than Er women in general, ese | 1am domm | sem | ue |o 225. 
"Thr campus dinate Fr low neame warnen in 
suppertive qd penitve, sss | im | isu | om | aw | m | an 
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Section 3 questions were answered by faculty and staff only. 


THF tay | ey | ae | Sumdy Woe 
— Amm | ^m Dage | rim 
TansdiE withmy oarcerpragran i Midiy. 
as | ame | am | em | ume | m | aw 
Teel ike afl and equal partid part in the ce 
salving end decision-making in my iepetmmte as | ame | ns | em | ume | m | uw 
Warmen have an equal Tevel d'inurneein my 
Arpanet am | sm | zw | sw | ww | sw | zw 
Tied thetmen end wane arcere mur ny 
Arpanet as | asm | zm | oe | ume | ms | aw 
Tee tet the College equally supper male d 
Female employer, an | 2m | aes | ize | ime | m | aw 
T Feel my eee are muppartivr of tose who wank 
tobdmcetheirpemond md career live. ao | am | aee | ow | im | ms | ow 
Tee that itin diiit For peeplein my department ta 
niust thir wrckerheiblos ta care for dependenta, am | m | zm | us | zm | zm | e 
"The red amy dep tm ert — the existing 
policies regarding mily leave (eg FMLA) ar flex 
See as | ame | as | m | m | aw | uw 
‘Wide ecimgur wih cidem are caide by 
‘them to be lum commited ta eis career then men 
‘without children. 
am | ow m joies | om | ame | iow 
Female calesgum with children are camiderel by 
‘hem to be lem committed tn er carer then 
—— am m | zw [m | zm | xm | e 
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‘The answer format fer the foll awing questions differed fram thase abave. These questions were answered by faculty and staff only. 


Te Ama e 
— 

eee aa z& | xw | «4 | zm | 7 
community meeting) became of professional 

erke 

Tavr tnim eee (eg, meng, EI iw | uw | nw | sw rj 
. 

ben ialte 
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